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Abstract 
The issue of the teacher’s professional development – an ever current topic is conceptualized in the specialty literature under the 
form of two aspects; on one hand, the cognitive aspect – applied mainly to the acquisition of pedagogical and specialty abilities 
and knowledge which offer support in the efficient practice of the didactic profession and on the other hand, the affective aspect, 
applied to the internal motivation which directs the behavior emotionally: implication, attachment and commitment.  
The present study proposes to analyze the professional development internal motivation of the teachers from the academic 
environment, as well as to examine the dynamics of their professional and personal values. 
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1. Introduction 
The literature confirms that the teacher’s performance and professional quality represent a predictor of the 
educable individuals. After the 90’s, the Romanian academic environment underwent deep changes whose quality 
influenced the efficiency of the whole academic system. Teachers were under the necessity to adapt to the multiple 
transformations within the system: some of them “made the best of it”, some were stuck in the same old stereotypes 
and some succeeded.  
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The issue of the teacher’s professional development- which has always been a subject of interest is 
conceptualized in the literature based on two aspects; the cognitive aspect on the one hand- which refers mainly to 
the acquisition of teaching and domain specific knowledge and abilities which offers support in effectively carrying 
out the teaching profession, and the affective aspect on the other hand. The latter refers especially to the internal 
motives which emotionally drive the behavior: involvement, attachment and dedication.  
The current study aims to analyse the internal structure of the teachers’ professional development in the 
Romanian academic environment. According to the socio-cognitive perspective, the differences in the motivated 
behavior of people are due to their different values and interests (Deci & Ryan, 1985), as well as to their beliefs 
concerning their professional competence (Bandura, 1997) and personal control (Weiner, 1986). 
We believe that by identifying the personal resources (extrinsic versus intrinsic reasons, professional and 
personal values) we should be able to develop, through future studies, means of stimulation in order to increase the 
degree of professional involvement and implicitly the professional satisfaction. 
2. Theoretical Background 
2.1. The motivation of professional behaviour.  
It is common knowledge that an organisation becomes efficient if the human resource is capable of manifesting 
its individual potential. The means of manifestation of this individual potential is driven by a directive fuelling 
force, which energetically sustains the professional behaviour. Motivation fuels well-being and optimal functioning 
(Steers, Mowday, & Shapiro, 2004). 
The idea which is unanimously accepted by the literature is that motivation is defined in terms of work 
satisfaction, involvement, engagement and performance. The issue of motivation of the human behaviour, 
particularly of the professional behaviour is treated in the literature as a complex one, having various theoretical 
explanations: the expectancy-value theory (Feather; Vroom), the goal setting theory (Locke & Latham), the two-
factor theory (Herzberg), the ERD theory (Clayton Alderfer), the expectancy theory (V.H. Vroom), the equity theory 
(J.S. Adams) based on L.Festinger’s theory of cognitive dissonance. 
Our study is based on the self-determination theory (Deci & Ryan) which focuses more on the reasons which 
determine the teachers’ behaviour (autonomous and controlled motivation/regulation), their objectives 
(intrinsic/extrinsic) and the energetic drives which fundament these motivational processes (the satisfaction of the 
basic psychological needs in order to attain autonomy, competence and the relational component). The self-
determination theory is based on the study of the interaction between intrinsic and extrinsic motivation (Deci, 1975). 
The extrinsic motivation refers to one’s engagement in an activity in order to obtain a result which is separable from 
the activity itself. The extrinsically motivated employees work in order to obtain a better salary or a bonus, for 
example. The intrinsically motivated employees are genuinely interested in the work that they do. The intrinsically 
motivated behaviour is considered the most autonomous type of motivation because people spontaneously and freely 
follow their interests while being intrinsically motivated (Deci & Ryan, 2000). 
Studies show that work satisfaction is influenced by the worker’s value orientation. The self-determination theory 
makes a qualitative distinction between intrinsic values, such as contributing to the community, affiliating to others, 
and self-development, and extrinsic values, such as accumulating wealth, acquiring fame and achieving power 
(Kasser & Ryan, 1996). 
2.2. The professional values- predictors of professional motivation 
In the last decades a wide number of organizational theorists have studied the professional values, the rewards 
and their relation to other organizational components related to work, such as the attachment to work and work 
satisfaction. The organizational theorists have defined professional values as a desirable result of work, which 
regulate the organizational behaviour of the employee.  
The professional values aim the general principles of what is considered to be important and valued in people’s 
professional activity; they are defined as work-related reinforcement preferences, or tendencies to value specific 
types of incentives in the work environment’ (Malka &Chatman 2003; Glynn, 1998; Caldwell, O’Reilly, & Morris, 
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1983).The professional values of the employees, what they aim to obtain from their work, are essential to reaching 
performance in their professional activity. The professional values are a subsystem of the axiological system. 
The professional values are composed of two dimensions which are important in the motivation of individuals in 
performing their job. The intrinsic professional values may be defined as the things which the employees want or 
search/wait for in order to satisfy  their own psychological needs. The operational definition of the intrinsic 
professional values refers to the values which are directly connected to the task and from whose completion they 
should be obtained. The indicators of these professional values are the autonomy, variety, the degree of interest in 
the job, the possibility to learn new things, the use of one’s abilities and skills, meaningful work, the challenge, the 
innovation, the self-fulfilment  through work. The extrinsic work values are defined by what the individuals want 
and search for/await from the organisation of their own work and from its context, in order to primarily fulfil social 
and physiological needs. The extrinsic work values are divided into two categories: one which refers to the 
organisation (salary, work safety, benefits, promotion and promotion possibilities) and another which refers to 
contextual values- desired in the context of work and which include social and physiological indicators (health, safe 
work conditions, pleasant interactions with the workmates, management and subordinates etc.) 
The importance of professional values and their effect on work behaviours were established mainly via empirical 
research. The empirical research discovered the existence of four categories of relations between the professional 
values and the work behaviours, which demonstrate the importance of both intrinsic and extrinsic professional 
values. 
Firstly, it was discovered that the intrinsic and extrinsic professional values are strongly connected to the work 
satisfaction and productivity of the employees. For instance, the study conducted by Mottaz (1986) on work 
satisfaction suggests that the intrinsic professional values are strongly connected to work satisfaction. 
Ample research demonstrated that the employees who have intrinsic professional values are happier with their 
work as compared to the ones who have extrinsic professional values. Kazanas (1978) demonstrates that the workers 
whose professional values are of intrinsic nature are not only happier with their job, but are also more productive. 
Secondly, it was demonstrated that the intrinsic and extrinsic professional values are strongly connected to work 
attachment (Antonovsky şi Antonovsky, 1974; Buchanan, 1974). The intrinsic values and the rewards offered by rhe 
job itself are much closer to the organizational engagement as compared to the extrinsic professional values. 
Furthermore, the intrinsic and extrinsic work values are strongly connected to career shifts, both for employees and 
managers (Kanchier & Unruh, 1989). The ones who did not change their jobs were extrinsically motivated, 
demonstrating a lower need level whereas the ones who changed their jobs would rather have intrinsic rewards, 
demonstrating a higher level of needs.  
Moreover, it was demonstrated that the work values are connected to the redesign of the task and to the change of 
job. The ones who were extrinsically motivated had least favourable attitudes towards change, but these attitudes 
positively correlated with the experience which the new task would entail. In the opposite direction, the ones whose 
values were intrinsic had favourable attitudes towards the redesign of the working position, even though their 
favourable attitudes negatively correlated with the actual experience of the new task,  
The intrinsic and extrinsic work values are obviously strongly connected to satisfaction, productivity, 
organizational attachment towards work and the organisation. The empirical studies indicate the fact that 
intrinsically-oriented employees are more satisfied by their work and life than the ones who are extrinsically 
oriented. The intrinsically motivated employees are attached rather to their work than to their organisation as 
opposed to the ones who are extrinsically motivated. 
3. Study aims and hypotheses 
The present study aims to analyze the professional development of the internal motivation of the teachers from 
the academic environment, as well as to examine the dynamics of their professional and personal values. 
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4. Method 
4.1. Participants 
The participants in the research are 34 teachers from the academic environment. 14 of them are male and 20 are 
female. Their professional experience ranges between 5 and 40 years and they work in the field of philology and 
socio-humanities. The group of subjects was divided into three categories: 14 participants with a teaching 
experience of more than 25 years, 14 participants with a teaching experience ranging  from 10 to 25 years and 6 
participants with a teaching experience of less than 7 years. 
4.2. Measures 
4.2.1. The inventory of professional values D.E Super adapted by S, Chelcea: comprising 45 items for the 15 
professional values: altruism, aesthetics, intellectual stimulation, professional success, independence, prestige, 
leadership, economic advantages, professional safety, physical ambiance, relation with one’s superiors, relation with 
one’s colleagues, lifestyle, variety and creativity. The measurement is done on a 5-point Lickert scale (5-very 
important 1-of no importance). The score for each scale is calculated as the arithmetic average of the appreciation of 
the three items which design every dimension. 
4.2.2. The occupational values scale- Hopson& Scall, adapted by Negovan V comprises 27 occupational values 
which are distributed on three axes, each containing 9 values: to have (safety, money, routine, silence, recognition, 
to be an expert) to do (to work inside a team, to have direct relations with the others, to help society, to accept risk, 
to appreciate promotion and status) to be (the learning process, the independence, the creativity, the challenge). The 
score for each subscale is calculated by adding up the score given on a scale from 1- of no importance to 5-very 
important. 
4.2.3. The Motivation Sources Inventory – Barbuto & Scholl. The inventory contains 30 items, six for each subscale, 
measured on a six point Likert-type scale. Scores were obtained by parcelling responses for each subscale. Sample 
items included: intrinsic process ( α = .71); instrumental (α = .78); self-concept external (α = .85); self-concept 
internal (α= .82); and goal internalization (α = .73). 
5. Results and discussions 
The analysis of results following the use of the above-listed instruments allows the following observations: 
Following the use of the professional values inventory, the average scores obtained on each of the subscales 
express the importance which the subjects give to the values expressed by the items of the subscales. The value of 
the subscales differ depending on the teaching experience as follows: 
The ANOVA analysis shows that the effect of the teaching experience on some dimensions of the intrinsic 
professional values are significant: professional success (F(2)=7,44, p=0,000), independence (F(2)=23.181, p=0,00) 
and creativity F(2)=27.694, p=0,000). After the post hoc test analysis (Bonfferoni test) significant intergroup 
differences appear as far as the dimensions of the intrinsic professional values are concerned, the differences being 
registered in the case of the group with teachers who had a teaching experience of more than 20 years and the one 
with teachers who have a teaching experience of less than 7 years (creativity and intellectual stimulation), as well as 
in the case of the group with a teaching experience of more than 20 years and the group with a teaching experience 
between 10 and 20 years as far as the professional success dimension is concerned. 
As far as the extrinsic professional values are concerned, the ANOVA analysis reveals significant differences 
between the following dimensions: altruism (F(2)=23,14, p=0,000), professional fame(F(2)=49,00, p=0,000), and 
relations among colleagues F(2)=10.23 p=0,000). There are no significant differences regarding the professional 
safety factor. 
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The analysis of the results on the scale of occupational values allows the dissemination of the following: there are 
no significant differences concerning the invested value of the value to be between the three analysis groups, but 
there are significant differences between the values to do (F(2)=71,80, p=0,000) and to have(F(2)=6,80, p=0,000). 
The use of the instrument Motivation Sources Inventory leads to the following observations: there are statistically 
significant differences concerning the dimensions intrinsec process ((F(2)=8,44, p=0,000), self concept external 
(F(2)=10,42, p=0,000), and goal internalizations (F(2)=12,77, p=0,000).  
The added-up results obtained via statistic processing allow some general observations on the evolution of 
professional values and of the occupational values reported to the motivational sources (Table 1): 
Table 1. Correlation PERSON matrix among the variables: professional and occupational values 
Variables 1 2 3 4 5 
1. intrinsic professional values - - .124 .457* .-245* -.106 
2. extrinsic professional values  - .571* -.383* .247* 
3. occupatinal value- TO BE   - -.126 .277 
4. occupational value– TO HAVE    - -.295 
5. occupational value–TO DO     - 
* p< .05,  ** p< .01, N = 34 
 
The teaching experience increases the importance given to professional prestige, independence and creativity as 
well as of the occupational value to do, which entails teamwork, promotion and status 
The occupational value to be becomes dominant in the group which has over 25 years of teaching experience. It 
seems that the challenge, the independence, the creativity are occupational calues which develop with the teaching 
experience. 
The occupational value to have is specific to the group of teachers with less than 7 years teaching experience. 
This occupational value has an interesting dynamics, being lower in the case of teachers with an experience of 10 to 
25 years, and becoming appreciated in the senior group.  
As far as the motivational sources are concerned, they converge with the professional and occupational values, 
but a cause-effect relation could not be established. 
There are associations between the professional and occupational values- which allows the configuration of an 
identification and evaluation model of the values as factors which influence the organisation of the content of 
professional development of the teachers from the academic environment. 
6. Conclusions 
The present study is a pilot one. The results cannot have a general value, due to the reduced sample of subjects, 
but they converge with other studies presented in the literature. The limitations of this study do not concern only rhe 
number of subjects, but also point towards finding other variables which trigger performance and professional 
development (gender, context commitment, satisfaction, etc). 
The practical part of the current study refers to the development of some effective management strategies of the 
professional development programs, which should be adapted to the teaching profession, through the development 
of training and optimization programs for those personal and social support dimensions which can counter the socio-
professional pressures and can contribute to obtaining high levels of professional satisfaction and professional 
commitment. 
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